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OPERATIONAL DEFINITION OF TERMS 
Labour turnover: This is referred to as a voluntary or involuntary act of employees to 
withdraw from the organization permanently. The turnover rates come about as a result of 
increased selection, training costs and recruitment. 
 
Employee retention:  This is referred to the organization ability to keep the valuable or 
productive employee from leaving. This often involves various strategies and methods 
that include providing benefits, competitive pay, and appropriate methods of recruitment, 
selection and management. It also involves creating opportunities for employees. 
 
Workplace environment: This is the surrounding in the work place of occupation; such 
as the outside or inside at a desk and in the in a cubicle  
Compensation: The enticements and benefits: salary, monetary rewards and non-
monetary rewards extra awarded to an employee  
 
Salary: This is the fixed wages or payment that is periodically paid by the organization 
to the employees on a monthly basis because of their work. 
xii 
 
ABSTRACT 
In order to attract and retain workers in the Paint manufacturing industry, it is important 
for management to consider offering an attractive compensation package.  However, 
since compensation or salary alone does not guarantee retention of employees, 
organisations/ employers in the industry should include other benefits to attract workers. 
For decades, Paint group companies have researched and developed more variety of 
paints, adjusted their pricing, come up with new strategies and compensation program 
while improving management styles to attract and retain their existing employees, 
Therefore this study aim to evaluate the factors affecting retention of employees in Paint 
group companies. The specific objective of the study is to scrutinize the factors that affect 
employee’s retention. The working variables includes compensation, work expectation, 
leadership style and work environment. The research employed case descriptive research 
design, where target population comprised 278 members of staff at Sadolin Paints (EA) 
ltd. The study used stratified random sampling technique. The sample size used by the 
researcher was 50%, of the target population. The data was collected through 
questionnaires which were self-administered.  The questionnaires consisted of both open 
ended and closed questions. The data was examined using descriptive techniques, which 
include percentages and frequencies. The collected data was analyzed in Microsoft Excel 
and SPSS software and presented in tables and graphs. According to the deduced results, 
it indicates majority of the respondents agree that work expectation is an issue that affect 
staff retention. The results from the study also indicate that compensation is an important 
factor that could enhance staff retention in the paint industries. The study recommends 
that the Paint Industries should work towards minimizing employee turnover so as to 
enjoy the benefits and not harm the organisation’s productivity.  
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CHAPTER ONE 
INTRODUCTION OF THE STUDY 
1.0 Introduction 
This is the first chapter of the study that provides the background information. It is made 
up of the overviews of the Sadolin paints company, the statement of the problem, 
justification, limitations and scope of the study. 
 
1.1 Background of the Study 
Employee retention can be explained as the efforts or systems put in place by 
organizations to prevent their productive employees from leaving or seeking a greener 
pasture. It is the use of a variety of policies and practices that ensure the employees 
working environment is viable to keep them for long (Christeen, 2015). Therefore, 
employee retention is a critical aspect in the business organizations because it affects the 
labor force, economic growth and employee turnover. The modern business organizations 
are faced with a different environment. The competition and globalization are some of the 
major aspects that are affecting today business environment (Daniels, et al 2007). The 
organization leaders are taking the matters of employee retention as their own 
responsibility. The reason is that if they are not able to handle their best employees, they 
are likely to lose them to their competitions. Therefore, a prudent employee looks into 
ways to attract and retain employees because its effect would have a great impact to the 
organization success in its endeavors (Moncarz, Zhao, & Kay, 2009). 
  
Organizations do incur losses if employees leave as they please especially when they 
have been fully trained in their jobs.   If employees quit their jobs, an organization losses 
in terms of important skills, corporate memory, and experienced staff.  The business 
organization also faces enormous losses that would have an effect on the management 
because it results in the reduction of productivity, product and service quality and 
profitability.  Therefore, the high turnover of employees has negative implication on the   
employee’s relationships, motivation and the image of the organisation.  
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In addition, there are cost implications when trying to replace the workers who have left.  
Additional expenses are incurred in the process of recruitment, training and orientations 
for the employees.  This means that when an employee leaves, the knowledge and 
experience they take away with them would be difficult and expensive to replace. 
(Tymon, Stumpf, & Smith, 2011). 
 
Training is an important aspect in the retention of the workers in the organization.  
Studies show that on the job training has a positive impact on the personal and 
professional behavior techniques (United States Department of Labor, 2009). Therefore, 
the   ability to access  training   and  development  programs for the  employees is  critical 
in ensuring that the organization  grows  and improves on the  performance and  adoption 
of  new  technology (Boomer Authority, 2009). While wages and other benefits offered in 
the organization to motivate employees to stay, of importance is the HR department 
which is responsible in determining issues that contribute to retention matters and ensure 
that the employees are committed to their roles in the organization.  In the past, there 
have been studies which have looked at the issues of employee retention and the other 
aspects of life that influence the decision of employees to stay or leave an organization 
(Christeen, 2015). 
 
Organisations that are flexible in their operations and are not characterized by an 
autocratic leadership style tend to have more satisfied employees, regardless of the 
incentives as compared to organisations who are inflexible and who dominate in 
autocracy.  Such organisations, however attractive the incentives are, have a dissatisfied 
group of employees.  As a result, employees tend to be sensitive to any change in the   
monetary incentives, which could lead to high turnover (Moncarz, Zhao, & Kay, 2009).  
There are, however, other aspects like work environment, safety issues which can 
demotivate employees, making them opt for other job offers that meet their needs. 
Employee retention can therefore, through statistics, be presented as retention rate of 80% 
would mean that an organization has managed to retain 80% of its employees in a given 
period.   
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In majority of studies carried out, researchers usually look at the employee retention as an 
effort by the employer to retain the workers for long in the organization. This makes 
retention a strategic issue rather than an outcome. 
 
1.1.1 Sadolin paints (EA) ltd 
 
Sadolin paints (EA)ltd was formed and registered in 1959 as a Paint Manufacturing 
Company it is situated along Jirore Road, Industrial Area, The company was formed as a 
business venture to meet the paints needs of the building industry by supplying and 
applying paint to developers and other consumers in the market. Sadolin currently 
employs about 278 employees. 
 
Sadolin manufactures a variety of paints to cater for different client’s needs this includes 
paints for motor industry, construction industry and marine and vanishes. The company is 
member of the Kenya paints manufacturers group, and a member of the Federation of 
Kenya employers. It comprises the major paint companies in the country and formed for 
the purposes of collective stand on matters touching management of the paint industry, 
which include pricing, Collective Bargain agreement for employees’ payment packages, 
exchange of paint knowledge and other areas of common benefits. 
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Fig 1.1 Organizational charts 
 
Source: Human Resource & Administration department 
 
1.2 Statement of the Problem 
Providing  competitive  and just compensation  to the  employees in the  paint  
manufacturing industry is  important  because it  works  as a  strategy to retain the  
employees.  Various studies agree that compensation levels are not the main reason to 
guarantee employee retention (Daniels, et al 2007). Other aspects in the industry practices 
that influence the employee retention include the salary structures, and working 
environment. For many years, the paint industries have transformed their employment 
structures, strategies, management methods and compensation programs, which have 
allowed them to fit the mindset of their employees (Pitts, Marvel, & Fernandez, 2011). 
There is an increasing interest on the organizations work place culture in connection to 
their commitment to the organization. Studies show that there is an increasing need to 
ensure staff retention through effective commitment or to make the priority of the  
employee  to  be more than the  compensation  obligations (Christeen, 2015).  
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Therefore, a  culture of  commitment is  not  only peculiar to the  HR policies  or the 
retention  effort  but it  also relates to the overall culture in the  organization. This means 
that the programs should fall in the general value of the organization, communicate these 
values and attach them to individual contribution in the organization (Moncarz, Zhao, & 
Kay, 2009). 
 
Despite the Paint group offering good organizational culture and work expectations Jua 
Kali companies have opened up and started manufacturing paint, they are not keen on 
qualities or standard they vouch for employees who are already trained by the companies. 
Under the umbrella of Paint Group, Paint industry record low staff retention, this 
situation is evident as data indicates that a substantial number staff leave the company 
annually, Turnover has cost implications for an organization which includes the training 
expenses , effect on service delivery and the recruitment cost among other. 
 
1.3   Objectives of the Study 
1.3.1 General Objective of the Study 
 
The general objective of the study is to examine the factors that affect staff retention in 
paint industry. 
 
1.3.2 Specific Objectives 
The following are the objectives: 
i. To assess the effect of compensation on staff retention 
ii. To evaluate the impact of management style on staff retention 
iii. To examine the effect of work expectation on staff retention  
iv. To find out the effect of work environment on staff retention  
 
1.4 Research Questions 
The research questions for the study were as follows: 
i. What are the effects of compensation on staff retention at Sadolin Paints EA Ltd? 
ii. What is the impact of management style on staff retention at Sadolin Paints EA 
Ltd?  
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iii. What is the effect of work expectation on retention at Sadolin Paints EA Ltd? 
iv. What is the effect of work environment on staff retention at Sadolin Paints EA 
Ltd? 
 
1.5 Significance of Study 
The study is of great significance to the management in that the leadership will be 
informed of other issues/ factors, other than money, that can be used to retain employees. 
This will serve as a basis for showing a solution to the problem of labor turnover; 
management will have an opportunity to enhance coordination of intervention and 
support by following specified levels. This will reduce the   duplication of   efforts thus 
increasing the levels of outcome. It would  also  develop a division of  tasks  that could  
ensure that all the   stakeholders  specialize  in the  areas that match  their  experience and 
interests to prevent  concentration  in one  area and neglecting  another which could  
cause  boredom. If the recommendations from the study are implemented, staff will be 
informed of the benefits of remaining in the organization for a long term without fear of 
being declared redundant.  Some of these benefits will include skills development, among 
others. 
 
The information obtained will help the Government in designing and developing an 
implementation plan of laws and policies relating to employment. Such policies include 
strengthening quality assurance systems in the organization, through self-assessment, 
peer review, and regular voluntary programs.   
 
Future researchers and scholars, in the field of human resources, will find this study a 
useful reference point to enhance further knowledge on the same.  
 
1.6 Limitations of the study 
The researcher faced challenges like unwillingness of the respondents to give feedback 
on the questionnaire.  The targeted respondents were reluctant to participate in the 
research for fear of being implicated. The research did explain as to why the 
questionnaires are given and the importance of returning them. At the same time trying to 
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get personal contacts of individuals who had left the organization for their participation, 
was also a hindrance. Other limitations included lack of secondary data for example the 
record for employee who involuntary left the company was unavailable. 
 
1.7 Scope of the Research study 
This study examined the Factors affecting staff retention in paint industry at Sadolin 
paints (EA) ltd. The study was conducted between the months of June 2016 to May 2017. 
The general objective being to examine the factors that affect staff retention in paint 
industry. The target population was 278 staff members. 
 
1.8 Chapter Summary 
This chapter presents the background of the study and the statement of the problem 
indicating why the researcher is carrying out the study.  The chapter also gives some 
background information about Sadolin Paints, EA, limited which is where the research 
data will be collected from. It also highlights the objectives and significance of the study.  
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CHAPTER TWO 
LITERATURE REVIEW 
 
2.0 Introduction 
 
Employees’ Retention management can be explained as an organisation’s ability to keep 
employees working in it longer as compared to competitors in the same industry. 
Christeen, (2015) reiterates that retention of employees is ensuring that the employees 
who keep the organization in business do not leave. The main aim of retaining employees 
is to make sure that the organization has the capacity to have a competitive advantage 
over other organisations in the industry.  Retention has therefore become an important 
human resources aspect in the   modern day studies.   
 
There are other factors that influence employee retention which include planning for 
human resource, recruitment and selections.  In addition, Compensation and benefits, 
organizational culture, career development/ training and development, and employee 
communication are additional factors that could possibly influence employee retention. 
For this study, the general objective was to examine the factors affecting staff retention in 
paint manufacturing industry. This chapter reviews previous literature on phenomenon of 
employee retention. The chapter provides a critical review of the literature and identifies 
the study gaps. The chapter ends with a summary highlighting the key issues raised. 
2.1  Review of Theoretical Literature 
This research was based on Victor Vroom’s expectancy theory and Herzberg’s Two-
Factor Theory of motivation, which are discussed next. 
2.1.1 Victor Vroom’s Expectancy Theory 
Vroom (1964) expectancy theory is an approach that many believe goes far in explaining 
how people are motivated.  This theory holds that employees will be motivated to 
perform tasks in order to achieve a goal if they believe in the worth of that goal and if 
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they believe and have confidence in their actions as helping them achieve the goal.  This 
is, in a sense, a modern expression that Martin Luther observed centuries ago when he 
said “Everything that is done in the world is done in hope”. According to Vroom, an 
employee's performance is based on individual factors such as personality, skills, 
knowledge, experience and abilities.   
This theory also assumes that behavior results from conscious choices among alternatives 
and whose purpose is to maximize pleasure and to minimize pain.  An employee’s 
performance, is based on individual factors such as personality, skills, knowledge, 
experience and abilities. (Vroom, 1964). 
 
The expectancy theory of motivation explains the behavioral process of why individuals 
choose one behavior over the other.  Vroom uses Expectancy (effort which leads to 
performance), Instrumentality (performance leading to outcome) and Valence (outcome 
leading to reward) as the variables to account for this theory.  He goes ahead to define 
expectancy as the belief that increased effort will lead to increased performance.   
 
Expectancy will typically be affected by availability of the resources required to perform 
a task, possession of the right skills to do the job and having the necessary support from a 
supervisor or someone in authority, to get the job done. Expectancy theory, whose final 
outcome is motivation, is a product of expectancy, instrumentality and valence. (Dörnyei, 
Z., & Ushioda, E. 2013).  Force of Motivation is a guiding force of specific behavioral 
alternatives, which are recommended, in case individuals opt/ select various behaviors.  
The apparent probability that effort will, almost naturally, lead to good performance is 
the Expectancy.  Some of the variables that will affect an employee’s perception of 
expectancy include, but are not limited to, how efficient one feels they are or self-
efficacy, perceived control and goal difficulty.   Past experience, self-confidence, and the 
perceived difficulty of the performance goal are some of the parameters that one can use 
to measure the expectancy levels of their desired performance. 
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The range of expectancy can be from zero to one. When an employee’s expectancy is at 
zero, the individual’s biased probability is that his act may not yield results. Expectancy 
is also a person’s estimation of the possibility that effort will lead to successful 
performance. This belief is, similarly, based on the confidence a person has in his/her 
own capacities to bring skills to bear and influence outcomes.  
 
When an employee believes that if they perform well, then a valued outcome will be 
received; that is instrumentality.  It simply means “what is in it for me, if I do the job 
well?”  Will I be rewarded or how will I benefit?  Instrumentality is affected by how well 
one understands the rules of the game;  it is important to have a clear understanding of 
the relationship between performance and expected outcomes, trust in the decision 
makers on who gets rewarded, and transparency of the entire process of deciding who has 
the best outcomes and therefore, should be rewarded. 
 
Valence refers to the value the individual personally places on rewards. Valence is also 
the importance that an individual puts on an expected outcome.  The person must prefer 
attaining the outcome for the valence to be positive.  An outcome is positively seen when 
the person chooses to attain the positive outcome by giving it more attention and detail, 
instead of not attaining it”. There can be a discrepancy between the anticipated 
satisfaction from an outcome (valence) and the actual satisfaction from an outcome.  For 
example, if an employee loves money and expects financial/ monetary rewards after 
attaining a goal, then they may not appreciate being offered time off or even a holiday 
from work as a motivator. Expectancy theory generally is supported by empirical 
evidence and is one of most commonly used theories of motivation in the workplace 
(Campbell and Pritchard, 1976; Heneman and Schwab, 1972; Mitchell and Biglan, 1971).  
 
2.1.2  Two-Factory Theory of Motivation by Herzberg 
According to Herzberg (1959), who was a behavioural scientist, there are some job 
factors that result in satisfaction while there are other job factors that prevent 
dissatisfaction.  These two factors were categorized as Hygiene Factors or dissatisfiers 
and Motivational factors. 
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Hygiene Factors are those that are essential for existence of motivation at the workplace.  
They do not necessarily lead to satisfaction but in their absence, there is dissatisfaction at 
the workplace.  The existence of these factors pacify the employees, therefore giving 
satisfaction.  The hygiene factors, also known as maintenance factors are required so as to 
avoid dissatisfaction.  They include salary/pay, organization policies that guide 
employees behavior, fringe benefits, like health care programs, physical working 
conditions which should be clean and safe and hygienic.  Other factors include the latest . 
current working equipment, employees’ status in the organization, interpersonal relations 
(between peers, superiors and subordinates) and job assurance, which should be provided 
for by the organization. (www.managementstudyguide.com). 
The motivation factors, (Herzberg, 1959), which are not necessarily considered as 
motivators, should have positive returns/ satisfaction. The motivational factors, also 
referred to as satisfiers are known to motivate employees for greater outcomes and 
performance. Employees deserve to be praised and recognized for their accomplishments; 
that is recognition.  They should also have a sense of achievement, they must be 
responsible and be accountable for what they do.  Although achievement is dependent on 
the job, employees must act and behave responsibly and be held accountable for the work 
they do. Final motivational factor is meaningfulness of the work – the tasks themselves 
should be meaningful, interesting and challenging for the employee to perform and get 
motivated. 
The two factor theory is based on the natural reaction of employees. Employees will 
more often peg their dissatisfaction, top on the list, on salary and benefits, policies, 
relations, among other things. They will, more often, give credit to themselves for job 
satisfaction at work. 
 
2.2 Review of Analytical Literature 
 
According to a study by Daniels, et al (2007), the groups and team works in an 
organization have a greater impact on the participation and enhance performance and 
consequently ensure that the influence the satisfaction and motivation of the employees. 
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In addition, the study show that the culture diversity in the modern organizations is 
another aspect that should be managed because its affects the retention of the employees. 
The majority of the employees also feel satisfied and valued if there is a superb working 
environment that ensure appropriate decision-making and it affects their work. Another 
study by Christeen, (2015) shows that there is evidence on communication network on its 
impact on the satisfaction of employees to their work and improves the commitment they 
have to their organization. Furthermore, it improves their performance because of 
communication. 
 
 If the employees are aware of what is expected of them by ensuring that their roles are 
clearly defined, it enables them to be responsible. Therefore, through creating a culture of 
responsibility, an organization would be able to improve productivity and morale of the 
employees in the organization and thus ensure better recruitment and retention practices 
(Moncarz, Zhao, & Kay, 2009). Other studies indicate that the corporate culture is more 
productive and positive if there is low employee turnover, the recruiting expenditures and 
training costs. This would also have a positive effect on the workload attitude, 
productivity, and commitment of the employees. The study further shows that the 
organizations culture that is able to nurture the productivity and enthusiastic of 
employees thus becoming a recruitment tool on its own and improve the organization 
reputation (Tymon, Stumpf, & Smith, 2011). 
 
 It is also important for the organizations to ensure that there is appropriate recruitment of 
the employees who have the necessary qualifications and skills. The organization should 
also take care of its staff or employees through demonstration and its action plans. The 
employees should be given an opportunity for a work life balance. In this regard, some 
studies show that majority of the employees want to have a flexible working schedule 
that would suggest as to whether the employee would be able to manage their work life 
balance without conflicts. According to Moncarz, Zhao,& Kay,(2009) study, most 
employees stay with an organization for years because of a variety of reasons which 
include the ability to have a life and work balance which enabled them to have a flexible 
working hours and sense of belonging. 
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Amamo (2008), conducted a research study which sought to establish the factors that 
contributed to retention of Radio presenters, who were employees in an FM radio station. 
From the data collected, the basic salary ranked as the highest contributor to retention.  
This was the main factor that influenced the employee to shift from one organization to 
the other in the industry.  In another study, (Abuti, 2008) indicated that there are other 
factors that influence employee retention in the broadcasting industry other than 
compensation.  Lack of Training opportunities in the organization was cited to be the 
most influential factor that contributed or would contribute to turnover.  The  above  
studies  show that the issue of  retention is  varied  from one  industry to the other and  
may sometimes rank  very high in some of the industries and lower in others. For 
instance, issues such as job satisfaction   seem to have an affection on the retention factor 
where it ranks high in medical fields than in the media industry while in the military 
field, career growth and development ranked as high contributors to retention. (Leidner & 
Simon, 2013). 
 
2.2.1 Compensation 
  
Even though compensation is an important aspect of employee retention, it cannot 
entirely influence the workers to stay. This is because wages and other benefits have 
always played an important role in the labor market because they help to have employees 
of different categories. According to Deloitte and Parment (2008), the term compensation 
refers to the base salary, no monetary and monetary rewards. A business organization 
should be able to design an appropriate compensation package for its employees using 
different methods.  
 
The different methods used usually focus on the most preferred way to have an 
acceptable and modest compensation package based on the strategies of the organization 
and policies (Pitts, Marvel, & Fernandez, 2011). Therefore, the best-fit approach 
emphasizes on the need to design a compensation package that is in line with the 
organization strategy. This means that the right or best-fit package should accommodate 
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both the needs of the organization and the employee wish. Through this approach, the 
organization coincides with the various values that is has for the employees.  
 
Jensen, McMullen and Stark (2007), argue that the best fit that is most appropriate for the 
organization compensation to be effective would ensure that you need to identify what 
ensures the value in the organization of the consistent reward outcome. This means that 
an organization should be able to reward performance that would help to increase the 
organization profits (Moncarz, Zhao, & Kay, 2009). Therefore, organizations emphasize 
on the need to have team-players from the employees, but this is also based on the 
individual reward and performance. It therefore, means that the rewards should be in 
support of the goal. 
 
Study by Jenson, McMullen and Stark (2007), shows that a suitable compensation 
package should be able to reflect the organization values and its main objectives or 
philosophies regarding the HRM. Therefore, HRM should operate alongside the various 
management systems of the organization to help the organization remain competitive in 
the market.  Through an exclusive employee compensation plan, the organization can 
offer unique opportunities to the employees for both tangible and intangible rewards (Self 
& Dewald, 2011).  
 
Jenson et al (2007) in his study emphasised that a balance between the base wage and 
other benefits offer more advantages to the employees. However, there are others, which 
argue that some employees do not regard/value the rewards and pay in the same way. 
Others who call for a mass customization, which provides a mechanism for creating a 
compensation package that, would help to improve employee performance and 
satisfaction (Kroon, & Freese, 2013).  
In addition, the individualized compensation package is able to improve the employee 
performance and satisfaction (Pitts, Marvel, & Fernandez, 2011). Therefore, the first step 
that would ensure that there is an effective implementation of the customized 
compensation package, all the tangible rewards are monetized. In addition, the employee 
reserves the right to decide the amount of reward that is appropriate for the employees. 
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2.2.2 Leadership Style  
 
Aristotle, Confucius and the Bible have debated the leadership issue for centuries. The 
progress in the research on leadership has improved over the years and the focus has been 
on the personality, the leadership style and the behavioral factors. In addition to the   
group process and the context of leadership has also been studied (Hausknecht, Rodda & 
Howard, 2009). The majority of the scholars have recognized the power relations as part 
of leadership, the exercise of influence and   the instrument of the achievement goals or 
the commencement of structure. Leaders, typically, are agents of change since the 
environment, inside and outside the organization is prone to turbulence. In order to be 
effective, leaders need to apply thorough leadership theory (Kroon, & Freese, 2013).  
The transactional leaders play an important role in helping the subordinates to identify 
what is required to achieve the organization goals as in the various elements of the path 
goal model. Therefore, through the various theories, the transactional leader assists the 
subordinate to identify the various tasks for them and motivates them on the best ways to 
succeed (Leidner & Simon, 2013).  Transactional leaders have two main elements that 
are known as the leadership literature, also known as contingent reward. There is a 
common belief that there is a subordinate reinforcement, contingent on the accomplishing 
the objective and the results are also seen as the satisfaction and performance of 
employees (Chipunza & Samuel, 2009).   
While the belief that reward can only be achieved from achieving objectives is widely 
held, there is no proven evidence from any studies.  A study looking at a sample of US 
workers indicated that there are people who believe that good pay comes from better 
performance.   
Management by exception is a notion that sees a leader getting involved with a follower 
only when the goals that have been agreed upon are not being accomplished. (Leidner & 
Simon, 2013). 
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Leader-follower influences are minimal and are especially in impassive form and only 
happens when there are problems. (Karatepe, 2013). The active form in the management 
by exception therefore, monitors the performance of the followers closely and only 
suggests corrections to them without any formative feedback. The non-profit 
management literature has in general not considered that these organizations are masses 
of different organizational constituents, representing different bases (Chipunza & 
Samuel, 2009). 
Fortunately, the perception of management as proposed by Kroon and Freese (2013) 
provides a valuable step towards the improvement of the management model that would 
be in tandem with the reality of the nonprofit organizations.  This includes, among the 
main aspects of the approaches, an all-inclusive beginning of the organization which, 
usually emphasizes on the affiliation among the various organizations and the 
surroundings, the differences of bearings within and out of the organization, and the 
intricacy of demands that is put on it. An all-inclusive view of the organization is 
predominantly desirable in the non-profit discipline.  This is where organizations are 
regularly part of larger systems of service delivery in the public/ private sector. 
(Hausknecht, Rodda & Howard, 2009).  Normative management is a dimension known to 
include, besides economic aspects, the significance of values and the influence of politics 
(Chipunza & Samuel, 2009).  Management indecisiveness, however, is often the result of 
incomplete information, which leaves management with no option but to deal with 
organizations that engage various perceptions and predictions of reality and diverse 
evaluations and consequences for different departments (Self & Dewald, 2011). A 
number of researchers have also emphasized on the normative dimension of not-for-profit 
organizations, and this could be an indicator of a wrong approach to not-for-profit 
management as if value and normative positioning may not matter. 
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Strategic-developmental dimension views organizations as an evolving system, and 
therefore, comes across difficulties and predictions that often involves important 
problems for management (Self & Dewald, 2011). The dimension views these nonprofit 
organizations as evolving entities because, as part of a larger economy, they face the 
opportunities and limitations challenging them.  It is also an operational dimension, 
which deals with the day-to-day operations of the organization, such as Finance and 
administration, personnel management and delivery of service. Certainly, this part has 
been the focus of conventional nonprofit management (Karatepe, 2013). 
The organization has hierarchies which are engrossed to an integrated decision-making 
top-down approach to the management with few individuals under supervision of the 
middle level managers and hence, importance on the vertical or peer relationship among 
staff has been stressed. (Chipunza & Samuel, 2009).  
The model is usually found in the Webbers bureaucracy notion, the aspect or concept of 
the public administration and Taylor’s scientific management approach to the industrial 
mass production. Therefore, this is quite the opposite on the organization as the network 
usually  emphasizes  on the distribution and  the bottom-top approaches  that are  found 
in the decision making and  encourages the work  group  and  the  horizontal relations  to 
exist  among the  staff and the management  (Hausknecht, Rodda & Howard, 2009). 
Osman (2013), observed that there are various factors that could cause a high job 
satisfaction and influence high retention rates in a business organization.  This includes 
the increase into the expectancy that the organization can have and may include training 
of the employees, which will increase self confidence in them.  This implies that there is 
an increasing instrumentality that exists in the organization which could be part of the 
implementation of an effective reward system for the attainment of the specified goals 
and accomplishments. 
 
Adams’ equity theory of motivation alludes that managers have a role to seek fair balance 
between   the various   inputs by the employees which include loyalty, sacrifice and their 
contribution in order to motivate. (Paillé, 2013). In addition, it is important to ensure that 
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the   employees feel that they are treated in a fair and equal manner by the management. 
This would in turn motivate the employees towards achieving the organizational goals. If 
the employees harbor a notion that they are treated unfairly, it could have an effect on 
their motivation and subsequent performance thus reducing their efforts (Zingheim, 
Schuster & Dertien, 2009). Therefore, employees need to be motivated by the 
management through pay, praise, promotion, transfer, training and development in order 
to retain them in the organization and thus enhance its performance (Paillé, 2013). 
 
2.2.3 Work Expectations 
Employees expect to know from the organisations on what is expected of them. These 
expectations should be clear and well understood by employees at all levels, including the 
supervisory level.  This means that there should be some laid down policies, procedures 
and processes. The value of frequency, simplicity and memorability should not be 
underestimating when communicating expectations. Expectations for the performance 
should be stated, and the consequences of performance should be stated clearly (Brown, 
2010). 
 
Individuals have varied reasons for working in any organization.  However, the bottom-
line is that people work to achieve some goals and objectives. Some of the benefits that 
the employees obtain from their work include quality life, motivation and morale. 
Therefore, to create positive employee motivation, it is critical to treat employees as if 
they are important because they are important. This helps the management to fulfill their 
employee expectations, work and enhance employee motivation (Heathfield, 2010).  
 
According to (Koehler, 2009) employee recognition should be priority to make sure that 
there is a positive organizational environment that could enhance productivity.  Employee 
recognition is another way of thanking employees because of their work and effort to 
make the organization a success. Therefore, talking about the employee performance and 
performance results should be a regular exercise.  
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Thus, during the daily discussions, employees should be given a reason that will 
encourage them to put more effort towards the organizations goals (Barbara, 2008).  At 
the individual level, it is possible for the management to link the performance of the 
desired outcomes by reducing stress, workload, great autonomy and increasing visibility. 
These results emphasize on the professional and personal interests (Berrett, 2010). 
2.2.4 Workplace Environment  
The workplace environment is known to influence the employee’s state of mind with 
regard to the work.   The workplace environment, usually, can be influenced by a number 
of factors which includes pay practice, quality of relationships with the management and 
lower level managers, the physical environment among other influencers. The work turn-
over, therefore, is the characteristic of an organization, relative to the rate at which an 
employer benefits but loses staff due to poor work environment (Osman, 2013).  
 
For instance, if the organization has an escalated turnover of workers, it implies that the 
tenure of employees in the organization is shorter than that of those in other companies 
but in the same industry. This means that the workplace environment is important and has 
a direct relationship to employee turn-over.  In addition, if the workplace environment is 
good, it means that the employees will be more productive, there will be less absenteeism 
and lower employee turnover. A study by Osmond, (2010) explores the impact of good 
workplace environment on intention to change jobs.  The study targeted teachers in a 
secondary school in Hong Kong. This findings of this study confirmed that bad 
workplace environment leads to low level of commitment and productivity. There is a 
enduring interest viewed in the relationship between workplace environment and 
turnover; one is a negative association between poor workplace environment and staff 
turnover. Amah, (2009) stressed that workplace environment had a direct but negative 
relationship with turnover intention.  
 
Employees would be induced to work, in a long term position, by a good working place. 
In the absence of Good work place environment, the organization or firm will have to 
bear with the recruitment cost incurred as a result of staff turnover. (Zingheim, Schuster 
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& Dertien, 2009). For this reason, the organization should pay attention to employees’ 
workplace environment as well. Good performance is an essential function in business 
management (Osmond, 2010). The management is interested in quantitative or qualitative 
results because employee performance is fundamental to a company’s success. (Vitez, 
2010). The   employees are the largest asset that the company has invested in thus 
measuring their performance is essential to the employees management process. 
According to (Risher, 2010) with empowerment, management expects good results from 
the employees.  
 
2.3 Conceptual framework 
 
Fig 1.2 Conceptual Framework 
Independent Variables     Dependent Variable  
 
 
 
 
 
 
 
 
 
 
Source: Author (2017) 
 
The literature review of past studies is centered on specific intentions of the study. The 
scope of the review entails employee retention using different strategies. 
 
 
 
 
Compensation  
Leadership Style 
Work Expectation  
Work Environment 
 
Staff Retention 
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2.3.1 Compensation 
Employees, in all employment or economic sectors, want to be paid well for the work 
they do.  Compensation or salary contributes to an employee’s self-esteem and it 
becomes a practical means to living.  People work so as to earn a living.  The importance 
of compensation in employee retention, sometimes, depends on the type of job or 
industry.  For example, people who go for not-for-profit and health care fields primary to 
help people cannot compensate their employees the same way a financial organization or 
a profit-based organization would do.  Compensation is not just about salary, it comes 
with additional benefits and other perks, and in most cases, the additional benefits tend to 
sell more than the salary component.  Salaries do not necessarily have to be the highest in 
the industry, but should be among the top in the industry. 
 
2.3.2 Leadership Styles 
Leadership is the relationship through which one person can influence the behavior or 
actions of another person.  Management leaders use their inspiration to draw people 
towards achieving set goals.  Employees, will generally, be inspired by leaders who are 
positive, those who listen to them and give guidance as appropriate. A harsh leader will 
in most instances, not win the confidence of the employees and hence, achievement of 
goals will not be feasible.  Generally, employees will emulate their leaders’ acts and 
behaviours and hence, leading to the achievement of desired goals.  This means that 
leaders must not only inspire their subordinates through words, but also through actions. 
 
2.3.3 Work expectation 
At the point of getting employed, it is of paramount importance that every employee is 
given a clear description of what is expected of them.  This will always be the guiding 
factor and measure of whether the employee is giving back what is expected of him.  In 
most organisations, employees work expectations is given in the form of a job description 
which is used to evaluate an individual’s performance.  When an individual’s work 
expectations are not met, it leads to dissatisfied employees and hence, leads to staff 
turnover.  In order to improve this, at the time of employment, employees should be 
given all details pertaining to their work expectation in form of performance  
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expectations, job tasks and responsibilities, their work environment/ place they will work 
from, including working hours and who their workmates are.  This information will assist 
an individual to plan their work accordingly while engaging their workmates, who play a 
role in their line of performance. 
 
2.3.4 Work Environment 
This is the general surrounding and layout of the office which makes employees feel 
good about coming to work. Work environment provides the motivation to sustain them 
throughout the day. (Thayer, 2010).  The physical environment includes components of 
the tangible workplace environment that comprise of employees’ working conditions like 
clean indoor air, safe drinking water, user-friendly working stations, a violent free 
environment, etc.  Use of latest technology, having in place workplace policies and 
procedures, also contribute to work environment.  Additionally, crèche facilities for 
nursing mothers, who are employees also count in work environment requirements. 
 
2.4 Summary and Gaps 
 
Retention of Employees is a key factor, among others, of creating a strong human capital 
and hence crucial in knowledge management, which enhances the organizations 
productivity, quality, and profitability (Clint, 2010). The cost of retaining an employee 
has been reported to be far much less than replacing one employee.  According to 
(Allegiance, 2011), many firms in Kenya exhibit an employee turnover rate of over 5%. 
This has been directly or indirectly linked to workplace environment.  This research, will 
thus, make a contribution in enhancing the insight on the retention concern and its 
benefits as a key competitive advantage especially to paint manufacturing industry, the 
study therefore sought and assessed the factors affecting staff retention in the paint 
manufacturing industry. 
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2.5 Chapter Summary 
This chapter contains an introduction to it, a theoretical and critical review of the study 
and the existing review of literature and the conceptual framework.  The chapter also has 
a brief explanation of the independent variables and a summary of research gaps. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
 
3.0 Introduction 
 
This chapter presents the research methodology and design that were used to conduct the 
research. The chapter also talks about the target population, sampling procedures and 
instruments used in data collection and analysis. 
 
3.1 Research Design 
 
Research design is explained as the arrangement of circumstances for collection and data 
analysis in a method that aims to combine relevance to the research purpose. (Kothari 
2006). The study embraced descriptive design. According to Mugenda and Mugenda 
(2008) the defining characteristics of a case study approach is its focus on just one 
instance of the issue that is to be investigated. The case study approach illuminates the 
obvious by looking at the specifics.  This method has the benefit of providing an in-depth 
and detailed insight and discovers the not-so-obvious things that might not have become 
apparent through research. 
 
3.2 Target Population 
 
A population is a group of all items of interest to a statistics practitioner (Keller, 2007). It 
is the total collection of elements that the researcher desires to make some inferences. 
The targeted population in the study comprised of all the staff of Sadolin Paints (EA) ltd. 
The total population is 278 members of staff. 
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Table 3.1 Target Population 
Category Frequency Percentage 
Administration Staff 30 11 
Production staff 128 46 
Sale &Distribution Staff 120 43 
Total 278 100 
Source: Author (2017) 
 
3.3 Sample and Sampling methods 
 
Sampling is the process of examining a representative set of items out of the whole 
population or universe. A sample is a set of data drawn from the population (Keller, 
2007) stratified random sampling technique is used for the study. A stratified sample can 
be defined as one in which every member of the population has an equal chance of being 
selected in relation to their proportion within the total Population. According to Rao 
(2007), when a population is divided into a certain number of strata then the number of 
members selected from a particular stratum by random sampling is proportional to size. 
The chief merit of this method, apart from stratification is that the manner of pick up 
items from each stratum is purely according to random sampling principles. 
 
A list of all the staff working at Sadolin Paints was obtained with permission from the 
Human Resource and administration office, which made up the sampling frame for the 
study. A sampling frame, therefore, is an objective list of the population from which, the 
researcher makes the selections for the study. The researcher used a sample size of 50% 
of the total population. In other words 139 cases were selected for the study.  
 
As Rao (2007), contends an adequate sample size is dependent on several factors which 
are linked to the research and which the researcher should incorporate in the   process of 
making decision regarding the right sample size. In addition, the survey and sampling are 
considered in the majority of small-scale research that involves not more than 250 cases.  
Given the minimal subdivision (in this case age, and marital status) likely to be made 
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within the data 50% of the population will be considered adequate enough to make 
generalization on the study findings. Stratification of the sample size is represented in 
Table 3.2 as follows: 
 
Table 3.2 Sample Size 
Sample Size 
Category Target population Percentage Sample Size 
Admin Staff 30 50 15 
Production Staff 128 50 64 
Sales& distribution  120 50 60 
Total 278  139 
Source: Author 2017 
 
3.4 Data Collection procedures and Instruments 
 
The data collection instrument used for collection of data was self-administered 
questionnaire. According to Rao (2007), a questionnaire is a list of questions, with 
suggested responses, that each participant in a survey answers in writing or by making 
answers on answer sheet. A questionnaire was preferred in this study because it allows 
easy collection of large quantity of data within a short period of time. It was also an 
economical method since finance for facilitating the data collection exercise is limited.  
 
The questions in the questionnaire were both closed ended and open ended. Closed ended 
questions have pre-determined answers. These were designed based on the various 
variables and concepts covered in the literature review. The open-ended questions on the 
other hand provide opportunity to respondents to give in their opinions, remarks, and 
clarity points, which may not have been covered by the closed ended questions. The 
questionnaires was made up of two sections. The first section required respondents to 
provide demographic information while the second section comprised of questions on the 
variables and how they impacted on productivity at the respective organizations.  
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The questions in the questionnaire were preceded by small introduction section, which 
assured respondents of confidentiality in order to win total confidence of respondents. 
 
3.5 Data Analysis Method  
 
The collected data was sorted edited and coded for analysis; the data was analyzed using 
descriptive techniques. According to Keller (2007), descriptive statistics deals with 
methods of organizing, summarizing and presenting data in a convenient and informative 
way. It refers to the analysis and synthesis of data so that better description of the 
situation can be made and thereby promoting better understanding of facts. It includes 
percentages, frequencies, and was presented in the form of tables and graphs 
 
3.6 Pilot study 
 
A pilot-test was conducted on a small sample of 28 respondents constituting 10% of the 
respondents. The questionnaires were distributed equitably to the twenty-eight 
respondents in order to gather a cross-sectional feel of respondents. This was to help to 
ascertaining the robustness of the instrument. The questionnaires was thereafter be 
modified to eliminate the ambiguities identified during the pilot-test. The questionnaire 
was revised in close consultation with the assigned supervisor to ensure that possible 
errors were eliminated. 
 
The actual data collection exercise then commenced. The questionnaires was randomly 
distributed to respondents based on the sample size in each stratum and respondents 
allowed ample time (three days) to fill in their responses. Follow-ups were made through 
phone calls and short message services. This enhanced the speed up collection of the 
Data. 
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3.7 Research Ethics 
Respondents were protected by keeping information given in a confidential manner.  
Consent was sought before data collection.  Preliminary tests were carried out to avoid 
any harm to the respondents. 
 
3.8 Chapter Summary 
This chapter provides the research methodology applied in the study.  Employees at all 
levels were included in the study. Data collection was done through self-administered 
questionnaires, which were distributed by the researcher. Data collected through the 
questionnaires was analyzed and presented using tables, percentages and graphs. 
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CHAPTER FOUR 
DATA ANALYSIS AND PRESENTATION OF RESULTS 
 
4.0 Introduction 
 
This chapter gives details of the research findings and discussions of the same.  It gives 
details on data analysis, data presentation and the interpretation of the findings.  The data 
is purely based on the response given on the various items in the questionnaire schedule. 
 
4.1 Presentation of Findings  
4.1.1 Staff Response Rate 
 
In the study, 139 questionnaires were administered to staff in Sadolin paints EA Ltd. Out 
of the 139 of the participants, 102 were successfully filled and returned. The response 
rate was at 73%. Such a response rate is viewed as favourable Mugenda (2008). The 
respondents were a sufficient representation of the population. 
 
Table 4.1 Response Rate 
Category Frequency Percentage  
Responded 102 73 
No Response 37 27 
Total 139 100 
Source: Author (2017) 
 
 
 
 
 
 
30 
 
Fig 4.1 Response Rate 
73%
27%
Responded
No Response
 
Source: Author (2017) 
The fig 4.1 shows the response rate was at 73%. This is a high response rate. 
 
Bio Demographic Information 
The bio data considered in the study included the age, gender, position held, and duration 
of work, compensation, leadership style, work Expectation, and work environment. 
 
4.2.2 Respondents’ Age brackets 
The results of the Age Bracket of the Respondent were as indicated on the figure 4.2 
Table 4.2 Age bracket of respondents 
Age Group Frequency Percentage 
Up to 30 Years 6 4% 
Between 31 and 40 Years 35 25% 
Between 41 and 50 Years 53 65% 
Over 51 Years  8 6% 
Total 102 100% 
Source: Author (2017) 
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Fig 4.2 Age Bracket of the Respondent 
4%
25%
65%
6%
0% 10% 20% 30% 40% 50% 60% 70%
Up to 30 Years
Between 31 and 40 Years
Between 41 and 50 Years
Over 51 Years
 
Source: Author (2017) 
 
The results indicated that majority, 65% of the respondents, were between 41-50 age 
bracket followed by 31 – 40 bracket with 25 % while 4% were up to 30 years and 6% 
above 51 years in each case. This is an indicator that the respondents were mature to 
understand their needs and duties in the institution. 
 
4.2.3 Gender of the Respondents 
 
The relationship of different personal variables such as age, gender and level of education 
to influences the employee retention. The researcher used this question to find out gender 
of the respondents in the institution. The results were as indicated on the fig 4.3 
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Table 4.3 Gender of the Respondents 
Gender Frequency % Frequency 
Male 71 70 
Female 31 30 
Total 102 100 
Source: Author (2017) 
 
Fig: 4.3 Gender of the Respondents 
70%
30%
Male 
Female
Source: Author (2017) 
The results from the respondents indicated that majority were male staff with 70 while 
female were 30 of the respondents, this therefore implied that gender issue was well 
within balanced margin.  
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4.2.4 Positions  
The researcher wished to establish the balanced view on the Administrative staff 
retention by getting the feelings of the management, the Production staff and the Sales 
and Distribution themselves. This is important in that it gives the various perspective and 
respondents’ experience and hence the understanding of the factors influencing retention. 
The results were as per the fig 4.4 
Table 4.4 Positions  
Position Frequency Percentages 
Administrative staff 30 11 
Production staff 128 46 
Sales and Distribution 120 43 
Total 278 100 
Source: Author (2017) 
Fig 4.4 Positions 
11
46
43 Administrative
staff
Production staff
Source: Author (2017) 
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The findings reveal that majority of the respondents were the production staff with 46% 
while the sales and distribution staff had 43% and the Administration staff was at 11%. 
This implies that the production staff are well represented, in addition, the sample 
captures the management and production staffs and hence the finding will reflect the 
views of Paint industries across the section. 
 
4.2.5 Duration the Respondent had Worked in Paint Industries 
The number of years that respondents had been Paint Industries was important in guiding 
the researcher on the respondents’ understanding of the Paint Industries and its 
operations. The researcher, therefore, wanted to establish how long, in years, the 
respondents’ had been involved in the Paint Industries. The results were as indicated on 
the fig 4.5. 
 
Table 4.5 Duration the Respondent had worked in Paint Industries 
Range  Frequency  Percentages 
Less than 3 years 42 41 
3 - 5 years 32 31 
Over 5 Years  28 28 
Total  102 100 
Source: Author (2017) 
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Figure 4.5 Duration the Respondent has worked in Paint Industries 
 
41%
31%
28%
0-3 Years
3-5 Years
 Source: Author (2017) 
The research respondents indicated that 41% of them had worked for 0 -3 years. Those 
that have worked for 3-5 years were 31% while those with more than 5 years in the Paint 
Industries were 28%. This implies that the respondents had adequate information and 
knowledge with regard to the Paint Industries operations and therefore could provide 
credible information to be used in the research due to their experience. 
 
COMPENSATION 
 
4.2.7 Whether the Compensation Affects the Staff Retention 
Effective compensation practices would motivate employees to make the most of their 
energy, which is important for organizational success, as the organization should have a 
better chance of attracting or retaining good workers to contribute their skills and 
knowledge. This question seeks to establish the feelings of the staff on compensation in 
relation with retention. The results were as per the figure 4.6. 
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Fig: 4.6 Whether the Compensation Affects the Staff Retention 
Range  Frequency  Percentages 
Yes  82 80 
No  20 20 
Total  102 100 
Source: Author (2017) 
 
Fig: 4.6 Whether the Compensation Affects the Staff Retention 
Source: Author (2017) 
From the data collected and analysed in Table 4.6 and figure 4.6 above, majority of the 
respondents agreed that compensation does, indeed, affect staff retention while 20% of 
the respondents felt that compensation did not affect the staff retention in the Paint 
Industries. This implies that majority as felt that compensation could enhance the chance 
of attracting or retaining good workers in the Paint Industries. 
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4.2.8 Rating of the Extent to which Compensation affects retention of Staff  
 
The study question sought to find out the extent at which compensation has affected staff 
retention in the institution. It forms and prolongs the previous query based on the feeling 
that compensation would give an organization a better chance of attracting or retaining 
good workers to contribute their production and distribution for longer. The results are as 
indicated on the fig 4.7.  
 
Table 4.7 Rating of the Extent to which Compensation Affects Staff Retention 
Range Frequency  Percentages 
High effects  51 50 
Moderate Effects 31 30 
Low Effects  20 20 
Total  102 100 
Source: Author (2017) 
 
Fig 4.7: Rating of the Extent to which Compensation Affects Staff Retention 
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Source: Author (2017) 
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The findings confirmed that majority of the respondents were convinced that 
compensation highly influenced staff retention as 50% rated it high, 30% of the 
respondents rated compensation as moderate while 20% rated it low.  This establishes 
that compensation highly influence / impact on the staff retention in the paint industry. 
 
LEADERSHIP STYLE 
 
4.2.9. Whether Leadership Style Affects Staff Retention 
  
The leadership acknowledgment and assume the responsibility for decision making, 
actions and formulation of polices that are in the administration, implementation and 
governance. This  is based on the  scope and role of the  employment position and  
usually  encompass the  obligation of the  report and  performance. This question was 
aimed at determining the feelings of the respondent on the leadership Style on staff 
retention in the Paint Industries. The results are indicated on the table 4.8. below.  
 
Table 4.8. Whether Leadership Style Affects Staff Retention 
Range  Frequency  Percentages 
Yes  92 90 
No  10 10 
Total  102 100 
Source: Author (2017) 
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Fig 4.8. Whether Leadership Style Affects Staff Retention 
90%
10%
Yes
No
 
Source: Author (2017) 
From the data collected and analyzed, 90% of the respondents were in agreement that 
Leadership style has effect on staff retention in the paint industry, while 10% of the 
respondents did not agree to the statement.  This therefore implied that Leadership Style 
could influence their decision to continue working in the Paint Industries. 
 
4.4.2 Rating of how Leadership Style Affects Staff Retention 
  
The leadership is regarded as multifunctional because it involves the management of the 
employees and helps the organizations scope with the changes that are rising 
exponentially in today’s globalized business environment. Leadership should offer 
inspiring motive and enhance the staff’s potential for performance, growth and 
development. This question required the respondent to give their feeling on the leadership 
style on staff retention in the Paint Industries. The results were as indicated on the fig 4.9. 
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Table 4.9: Rating of how Leadership Style Affects Staff Retention 
category Frequency  Percentages 
Highly affected  36 35 
Moderately affected 41 40 
Slightly affected 20 20 
Not affected at all 5 5 
Total  102 100 
Source: Author (2017) 
 
 Fig 4.9: Rating of how Leadership Style Affects Staff Retention 
 
 
 
 
 
 
 
 
 
 
Source: Author (2017) 
Table 4.9 and figure 4.9 above give an analysis of data collected, showing that majority 
of the respondents agreed with the statement that Leadership Style would influence staff 
retention.  35% of the respondents rated it high, 40% of the respondents scored at 
medium while 25% rated it low and 5% felt leadership style has no effect on staff 
retention. This implies that the Leadership Style could have positive impact on the staff 
retention in the Paint Industry. 
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WORK EXPECTATIONS 
 
4.2.10. Whether Work Expectations Affects Staff Retention 
 
The work expectations need to be clear to both the supervisory and staff. This creates a 
positive attitude, productive engagement and hence realistic goals. This question seeks to 
find out whether the work expectations affect staff retention in the training institution. 
The results were as indicated in the fig 4.10. 
Table 4.10. Whether Work Expectations Affects Staff Retention 
Category Frequency  Percentages 
Yes  82 80 
No  20 20 
Total  102 100 
 
Source: Author (2017) 
Figure 4.10. Whether Work Expectations Affects Staff Retention 
80%
20%
Yes
No
 
Source: Author (2017) 
From the data analysed, majority of the respondents were in agreement that work 
expectation has effect on staff retention with 80% of the respondents confirming while 
20% declining.  This therefore, implied that what staff expect could influence their 
decision to continue working in the Paint Industries 
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4.2.11 Rating of the Extent to which Work Expectation Affects the Staff Retention 
 
This question was aimed at rating the extent at which the respondents felt that work 
expectation had effect on the staff retention in the Paint Industries .The results are as 
indicated on the fig 4.11 below. 
 
Table 4.11 Rating of the Extent to which Work Expectation Affects the Staff Retention 
Range  Frequency  Percentages 
High  41 40 
Medium  36 35 
Low 16 15 
No effects  10 10 
Total  102 100 
Source: Author (2017) 
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Fig 4.11 Rating of the Extent to which Work Expectation Affects the Staff Retention 
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Source: Author (2017) 
 
Data collected and analysed in table 4.11 and figure 4.11 above show the majority of the 
respondents felt that work expectation highly influenced staff retention as 40% rated it 
high, 35% of the respondents had a medium rating while 25% had a low rate.  The 
remaining 10% did not agree work expectation has any effect. This implies that the work 
expectation could positive impact on the staff retention in the Paint Industries. 
 
WORK ENVIRONMENT 
 
4.2.12 Whether Work Environment Affects Staff Retention 
Workplace environment can be influenced by several factors, for example salary practice, 
quality of one's relationship with their supervisor and quality of output. Moreover, good 
workplace environment is a contributor to increased productivity, lower absenteeism, and 
lower employee turnover rates. This question was designed to determine the effect, if 
any, of work environment on staff retention in the Paint Industries. The results are as 
indicated on the fig 4.12. 
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Table: 4.12. Whether Work Environment Affects Staff Retention 
Category Frequency  Percentages 
Yes  41 75 
No  13 25 
Total  102 100 
Source: Author (2017) 
 
Fig: 4.12. Whether Work Environment Affects Staff Retention 
75%
25%
Yes
No
 
Source: Author (2017) 
 
Findings from data collected and analysed, as per table 4.12 and figure 4.12 indicated that 
majority of the respondents agreed that work environment has effect on staff retention. 
That was evident with 75% confirming while 25% of the respondents did not feel/agree 
that work environment had any effect on staff retention. This meant that work 
environment could influence their decision to continue working in the Paint Industries. 
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4.2.13 Rating of Extent to which Work Environment Affects Staff Retention 
 
 This question required the respondent to rate the effect of work environment on staff 
retention in the Paint Industries. The results are as indicated on the fig 4.13. 
 
Tables 4.13: Rating of Extent to which Work Environment Affects Staff Retention 
Range  Frequency  Percentages 
High  46 45 
Medium  36 35 
Low 20 20 
Total  102 100 
Source: Author (2017) 
 
Fig 4.13: Rating of Extent to which Work Environment Affects Staff Retention 
45%
35%
20%
0% 10% 20% 30% 40% 50%
High Effects
Moderate Effects
Low Effects
 
Source: Author (2017) 
Majority of the respondents, according to data collected and analysed, felt that work 
environment had high influence on the staff retention as 45% rated it high, 35% of the 
respondents rated it medium and 20% rated it low. This implies that the work 
environment could have a positive impact on the staff retention in the Paint Industries. 
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4.3 Summary of Data Analysis 
This chapter analyzed the questionnaire for study on the factors affecting staff retention 
in paint industries in four major variables, which include; the compensation, the 
leadership styles, work expectation and the work environment. In addition, assessed the 
the views of the selected staff retention issues, which facilitates the researcher to make 
conclusion and recommendations  
In summary the respondents felt that compensation highly influences the staff retention as 
50% of them rated it high, Medium at 30% and low at 20%. This implies that the level of 
compensation is crucial in determining the staff retention in Paint Industries. The 
influence of leadership styles on retention of staff was rated at moderate at 40%. This 
implies that the level of leadership styles is a crucial factor in determining the staff 
retention in Paint Industries. 
Most of the respondents also agreed that work expectation is an issue that affect staff 
retention. The 40% of the respondent felt it has high effects while 35% rated it at 
Moderate affects. This implies that the level of work expectations an important factor in 
determining the staff retention in Paint Industries. 
On the rating of the effect of work environment on staff retention most respondents 
indicated that this had a lot of influence to the staff retention. Where 45% rated it as high, 
35% rated it as medium and 20% low. This implies that the level of work environment is 
important in determining the staff retention in Paint Industries 
4.4 Chapter Summary  
In this chapter, the Researcher collated the data and tabulated the findings in tables and 
made graphical presentation of the findings.  The analysis of the study findings which 
were collected have been evaluated and presented in graphs for better understanding of 
the study findings. 
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CHAPTER FIVE 
 SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 
 
5.0 Introduction 
 
This chapter seeks to answer the research questions that were put forward in order to 
guide the researcher into meeting the purpose of the study. The main reason for this 
research study was to identify some of the factors affecting staff retention in paint 
industries: a case study of Sadolin paint EA Ltd, Nairobi. Therefore, the chapter 
represents summary of the findings, conclusion and recommendations. 
 
5.1 Summary of the Findings 
 
5.1.1 What effect does compensation have on Employee Retention?  
 
From the deduced findings, majority of the respondents agreed that compensation affects 
staff retention as indicated by fig 4.6, which has positive a formation of 80% and 
negative of 20%.  
 
On the rating of the extent of the effects of compensation on staff retention, most of the 
respondents (majority) indicated that compensation had high influence to the staff 
retention as shown by the fig 4.7 which as High at 50%, Medium at 30% and low at 20%. 
This implies that the level of compensation is important in determining the staff retention 
in paint industries. 
 
5.1.2 How does Leadership Styles Affect the Staff Retention?  
 
The results revealed that majority of the respondents agree that leadership styles is an 
issues that affect staff retention as indicated by Fig 4.8 which has positive a formation of 
90% and negative of 10%. On the rating of the effect of leadership styles on staff 
retention, the majority of the respondents felt that this had a lot of influence to the staff 
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retention as shown by the fig 4.9, which as Highly affected of 35%, Moderate affected 
40%, Slightly affected 20%, and Has no effect 5%. This implies that the level of 
leadership styles is an important factor in determining the staff retention in paint 
industries. 
 
5.1.3 What Effect does Work Expectation have on Staff Retention? 
 
The findings alluded that majority of the respondents did agree that work expectation is 
an issue that affect staff retention as indicated by Fig 4.10 which has positive a formation 
of 80% and negative of 20%. On the rating of the effect of work expectation on staff 
retention, again, a majority of the respondents indicated that this had a lot of influence to 
the staff retention as shown by the fig 4.11, which as Highly affected of 40%, Moderate 
affected 35%, Slightly affected 15%, and Has no effect 10%. This implies that the level 
of work expectations is important in determining the staff retention in Paint Industries. 
 
5.1.4 What effect does Work Environment have on Staff Retention?  
 
The findings indicated that a majority of the respondents agreed that work environment is 
an issue that affect staff retention as indicated by Fig 4.12 which has positive a formation 
of 75% and negative of 25%. On the rating of the effect of work environment on staff 
retention majority of the respondents indicated that this had a lot of influence to the staff 
retention as shown by the Fig 4.13 Where 45% rated it as high, 35% rated it as medium 
and 20% low. This implies that the level of work environment is a significant factor in 
determining the staff retention in Paint Industries. 
 
5.2 Conclusions 
 
The results obtained in the study indicates that compensation is an important factor that 
could enhance staff retention in the paint industries. The human resource management 
should find strategies that could ensure that the staff are compensated appropriately for 
the work and the services rendered in the Paint Industries. 
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An organization needs to design its compensation packages in different ways to be 
attractive.  For compensation to be effective in the paint industry, the sector/ industry 
needs to identify what drives value in the organizations and consistently reward the 
outcomes. It means that the organizations should have a system that rewards performance 
which could, in turn, increase the organizations profits and instill the desired 
organizational culture. In addition, having an attractive compensation package is 
important because it reflects on the values and philosophies of the human resource 
management, individualized compensation package to enhance improved satisfaction and 
performance. Its implementation should consider a compensation package that is 
customized thus monetized in all the available tangible rewards and other fringe benefits. 
 
The study further reveals that the leadership being ignorant of the staff needs could often 
lead to turnover and therefore the management should be able to provide a feedback 
mechanism and communication that ensures that the staff issues are properly addressed 
without victimization.  
 
There is need to have equity between the inputs that the employee bring into the job 
which include the time, education, experience, effort and commitment. The  employees  
should  also  receive  outcomes such as  promotion, increased pay and recognition for 
their  work compared  to the  inputs and outcomes of  other  workers. The employees 
keep on comparing what they earn with other comparable organizations in order to 
realize a balanced state between the inputs-outcome ratios. Naturally, when employees 
join organizations, they anticipate that their efforts will be rewarded and once their 
structural, psychological, and environmental expectations are met there is a high 
likelihood that they will remain members of the organization  
 
The study also indicates that the work expectation of the staff could influence their 
decision to work or leave.  The work expectations need to be clear both at the supervisory 
and administrative staff level. When communicating expectations, the management 
should ensure that they are simple and memorable.  In the same line, the expectations for 
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the performance should be properly stated, and the consequences of non-performance 
should be stated clearly too. 
 
Fulfillment of work expectations boosts morale, employee motivation, and the quality of 
life. To create positive attitude towards work, the administrative staff should treat 
employees with respect and recognize their efforts.  This will create a positive attitude, 
productive engagement and an organizational climate, which favors realistic work 
expectations. The work environment can greatly influence the staff retention.  The 
workplace environment comprise of the physical and social environment, which   should 
be appropriate and conducive for the employees. 
 
5.3 Recommendations 
Since human resources is a valuable organizational asset, it is important for the paint 
industries to embrace a shift in their approach to their employees.  The industry should be 
able to work out measures that could reduce the employee turnover from their 
organizations. This can be achieved if these efforts are part of the organizational 
strategies because of the negative effect that turnover has on the organization 
performance and competitiveness. Enhancing employee retention could increase 
productivity in the organization. 
 
5.3.1 Compensation  
Proper compensation and remuneration of the staff should be done, both intrinsic and 
extrinsic compensations.  The concept of compensation can have positive results if 
viewed in the system that each component has impact on the other, which include 
specific goals and objectives, clear integration, effective communication and regular re-
evaluation. 
 
a) Clear integration: The company strategy should be the basis for the construction of 
the compensation package for the employees. It should therefore be part of the 
organizational goal and objectives. 
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b) Effective communication: The organization should have an effective communication 
strategy, which could spur the motivation and productivity of the employees. It gives the 
employees a communication system that allows the individuals and the organization to 
accomplish their goals. 
 
c) Regular re-evaluation: It is important for the organization to revisit the issues hence 
reevaluation to allow appropriate control, satisfaction and subsequent retention. 
 
5.3.2 Leadership Style 
Leaders play a pivotal role in the modern day organizations. The leaders in the paint 
industry are not an exception, the quality and style of their leadership can have effect on 
the employee productivity, motivation and turnover.  
 
The following are some styles of leadership that the top leadership should emulate in the 
paint industry:  
 
 Authoritarian leaders, also known as autocratic leaders, are known to provide a clear 
expectations on what is to be done, how and by when it should be done. This type of 
leadership provides a clear division between the employees and the management.  They 
make decisions without involving the rest of the employees.  
 
Participative Leadership (Democratic): Democratic leaders do not only offer guidance 
to group members, but they also participate in the group and allow input from other group 
members. In this type of leadership, the group members feel engaged in the process and 
are more motivated and creative. 
 
Attributes of a good leader 
Talents and initiatives:  a talented leader is capable of providing good leadership in an 
organization. They are capable of initiating activities and programs in the organization.  
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Sacrifice: It is important for the leaders to sacrifice their interests for the sake of the 
organization. This would help to promote the interest of the organization without self-
deprivation.  
 
Clear sense and purpose (mission): It is important for a leader to have a sense of 
purpose and missions.  They   must have achaivable goals and direct their followers 
towards achieving them. Problem solving leadership is important in the pain industry 
.The leadership should be result oriented, develop specific programs to address 
motivation and operation in the Paint Industries 
 
Leaders must be people oriented. A good leader should be people oriented and always 
ready to teach others, inspire them and motivate them to achieve the organizational goals. 
 
5.3.3 Work Expectation  
The work expectations need to be clear both at the supervisory and administrative staff 
level. When communicating expectations, the management should ensure that they are 
simple and measurable and in the same line the expectations for the performance should 
be properly stated, and the consequences of performance should be stated clearly too. 
 
Managers should encourage employees to give feedback as this feedback comes with 
staff expectation, level of motivation and satisfaction of the employees in the 
organization. It gives the managers an indication of the adherence of employees to the 
company's policies. Employees’ honesty is of paramount importance while giving 
feedback. They should be assured that their suggestions would be taken into 
consideration. They should not hold back any feedback that can be useful to 
management.  Fulfillment of work expectations boosts morale, employee motivation, and 
the quality of life. To create positive attitude towards work, the administrative staff 
should treat employees with respect and their effort be recognition. This will create a 
positive attitude, productive engagement and an organizational climate, which favors 
realistic work expectations. 
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5.3.4 Work Environment  
The organization should ensure the physical environment or the architecture of the work 
place is well maintained and improved. There should be adequate sound, appropriate 
lighting, and appropriate furniture.  On the other hand, the social environs should be 
appropriate to enhance proper interaction at the work place among the staff themselves 
and their seniors. 
  
To make the employee feels comfortable their managers/ supervisors should be friendly 
and approachable and it is important to them that they are given chances of social 
interaction at work. The staffs want a pleasant office space, but also the chance to 
monitor and control one’s own work, Therefore, good management climate, stimulating 
work environment and appropriate workload is essential. 
 
5.4 Suggestion for Further Research  
 
This study assessed the factors affecting staff retention in Paint Industries. Employee 
retention is one of the key factors of creating a strong human capital and hence crucial in 
knowledge management, which enhances the organizations Productivity, quality, and 
profitability. To supplement its findings and create more insight on the retention, further 
research could be instrumental in improving HRM policies influencing staff retention.  
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APPENDIX 1: Letter of introduction 
 
Specimen letter to Respondents 
 
20/05/2017 
 
………………………. 
………………………. 
………………………. 
………………………. 
 
Dear Respondent, 
 
Re: Survey Questionnaire 
 
I am a management student at the Management University of Africa, undertaking a 
Bachelors’ Degree course in Management and Leadership, specializing in Human 
Resource Management 
 
As per the course requirement, I am carrying out a research on Factors affecting staff 
Retention in paint manufacturing companies, (A case of Sadolin Paints (E.A.) Limited – 
Kenya 
 
You that you have been selected as one of the respondents in this survey. Attached is a 
questionnaire aimed at gathering information, which will be vital for the above research. 
All the information provided will only be used for academic purposes only for the 
purpose of this survey. 
 
Your participation in this survey is highly appreciated. 
Yours faithfully, 
 
Duncan Maina Njaramba 
MANAGEMENT UNIVERSITY OF AFRICA 
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APPENDIX II: QUESTIONNAIRE  
 
Background Information 
1) The questionnaire is based on the requirement of an academic project 
research entitled: 
FACTORS AFFECTING STAFF RETENTION IN PAINT MANUFACTURING 
COMPANIES: A CASE OF SADOLIN PAINTS (EA) LTD 
 
Name of the respondent: (Optional) 
………………………………………………………………………... 
2) Age bracket of the respondent (tick) 
 18 – 25……… 
 26 – 30……… 
 31 – 35………. 
 36 – 40………. 
 41 – 45……….. 
 46 – 50………. 
 51 – 55……….. 
 55 and above 
3) Gender (tick) 
 Male  
 Female 
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4) Department :( tick) 
 (a)FINANCE & ADMINISTRATION 
 (b) PRODUCTON 
 (c) SALES & DISTRIBUTION 
5) How long have you worked in SADOLIN PAINTS 
 ………………………………… 
Part 1: Compensation 
6) Do you think that compensation has affected the staff retention at Sadolin paints 
(E.A) ltd 
  Yes  
  No 
7) To what extent do you think compensation has affected staff retention? 
 Highly affected 
 Moderate affected 
 Slightly affected 
 Has no effect 
8) Give reasons for the effects of compensation on staff retention  
 ……………………………………………………………………………………
 ……………………………………………………………………………………  
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Part 2: Leadership Style 
9) Do you think that leadership style has effect on staff retention?  
 Yes:  
 No: 
10) How has leadership style affected the staff retention? 
 Highly affected 
 Moderate affected 
 Slightly affected 
 Not affected at all 
11) Why do you think that the leadership’s style has affected staff retention? 
 ……………………………………………………………………………………
 …………………………………………………………………………………… 
Part 3: Work Expectations 
12) Does work expectations affected staff retention? 
 Yes  
 No 
13) To what extent do you think that work expectations have affected staff 
 retention? 
 Highly affected 
 Moderately affected 
 Slightly affected 
 Not affected at all 
58 
 
14) Why do you think that employees work expectations has affected staff 
 retention? 
 ……………………………………………………………………………………
 ……………………………………………………………………………………..
 …………………………………………………………………………………….. 
 
Part 4: Work Environment 
15) Does work environment affect staff retention? 
 Yes 
 No 
16) How has work environment affected staff retention? 
 Highly affected 
 Moderate affected 
 Slightly affected 
 Has no effect at all 
17) Why do you think that work environment has effect on staff retention? 
 …………………………………………………………………………. 
 …………………………………………………………………………. 
 ………………………………………………………………………….. 
 ……………………………………………………………………………. 
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